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  
Abstract—This paper deals with a particular area of 
personnel management - employee motivation.  The number of 
university-educated employees has grown sharply in the 
industrialized countries in recent years, but the percentage of 
them in managerial positions is constantly decreasing, so it is 
this group of employees which is the focus of this paper.  In 
particular, it compares the motivation factors of teachers and 
specialist bank employees. Common to these two groups is the 
fact that their employees are university graduates but do not 
hold managerial posts – they are not managers. 
The paper, which is based on the author’s original research, 
sets out the importance of the different motivating factors for 
each group of employees and the extent to which the different 
factors are satisfied in the two groups. It also makes a 
comparison of the motivation in both groups.  
The results of this research could help managers in schools 
and banks to understand better the motivation factors which 
affect the staff they manage, and consequently improve their 
work in the management of human resources. Better stimulation 
of employees can have a positive effect on their performance and 
help to make the whole organization more effective, and thus 
increase its competitiveness. Competitiveness, of course, is 
important not only in the private sector in profit-led 
organizations, but also increasingly of late in the state not-for-
profit sector, which includes most educational establishments. 
 
Index Terms—Motivation, work motivation, human 
resources, management  
 
I. INTRODUCTION 
In most industrialized countries the number of graduate 
employees entering the labour market has grown sharply in 
recent years. In the past a graduate qualification was an 
almost certain guarantee of finding employment and, as a 
rule, of promotion to a managerial post shortly after joining, 
and thus of obtaining the above-average pay associated with 
such a post. In recent years, however, this situation has been 
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radically altered by the effect of the economic crisis and 
growing unemployment.  
Today's university graduates are increasingly filling posts 
which would previously have been be held by people with 
secondary-school qualifications, and consequently are lower 
paid. Neither is it exceptional these days for university 
graduates, especially new graduates with no work experience, 
to find themselves unemployed.  
So what we are beginning to see now is a large group of 
university-educated employees not in managerial positions. 
To some extent their values and needs differ from those of 
less well educated staff, and therefore their motivation will 
also be different. While a considerable number of people are 
writing about work motivation, the motivation issues for this 
particular group of employees have not yet received the 
attention they deserve. 
It is already the case that in several sectors such as 
education, science and health there is a long-standing 
situation of non-managerial posts being filled by a large 
proportion of university-educated staff.  It is only recently that 
this trend has begun to become noticeable in other sectors 
such as finance, information technology, public 
administration and so forth. 
The sector in which the percentage of university graduates 
working in non-managerial posts is evidently the highest is 
education. By contrast, the sector in which university 
graduates have been rapidly replacing secondary school-
educated staff in the last few years is banking. Thus it is these 
two areas which provide the focus for this paper's research, 
whose results could be helpful to managers not only in 
education and banking, but also in other fields where the 
proportion of university-educated staff is growing. These 
results could help improve their personnel work in terms of 
motivating their staff, which would help improve the 
performance of the staff and subsequently make their 
organizations more effective and competitive.  
 
II. THEORETICAL BASIS 
Human resources management is the subject of a large 
quantity of specialist literature, and the same applies to 
motivation and particularly work motivation. This has been 
written by academics, but also by people working in the field, 
managers and psychologists. Rather less, however, has been 
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 written about the motivation of specific groups of employees, 
and it concentrates mainly on the managerial group, not very 
often on the specific groups of people they manage. The very 
important research carried out by Hofstede, for example, has 
shown considerable differences in the needs and motivation of 
various groups of employees (unqualified labourers, office 
workers, and specialists). Mladkova has been working for 
several years on specific aspects of managing knowledge 
workers. Unfortunately a large number of managers still take 
the view that the best universal form of motivation for all 
groups of employees is money. 
Previous research by the author of this paper has shown 
that there are quite significant differences between different 
groups of employees in how strongly they perceive specific 
motivation factors, and that these do not depend only on age 
or sex. Surprisingly, the biggest differences were found to 
correlate to their level of education. 
A. Managing human resources and motivation  
Human capital is the human factor in an organization.  
This is the combination of intelligence, skills and experience 
which gives each organization its unique character. The 
human elements of an organization are those elements which 
are capable of learning, change, innovation and creative drive 
which ensure the long-term survival of an organization, 
provided it is properly motivated [2]      
Human resources management is a strategic and logically 
thought-through approach to managing an organization's 
most valuable asset - the people who work in it and who 
contribute individually and collectively to achieving the 
organization's goals. The aim of human resources 
management is to ensure that an organization recruits and 
retains an appropriately qualified, dedicated and well 
motivated workforce. [2]    
Personnel work is described in the literature in many 
different forms, but in each case the motivation of employees 
is an important and integral part. [11]   
There is a distinction to be made between the "soft model" 
and "hard model" of human resources management. 
The hard model focuses on quantitative and practical 
aspects of human resources management, emphasising the 
interests of management. Employees are seen as a resource to 
be managed in the same rational way as any other resource 
employed to produce maximum benefit; this is a reflection of 
the capitalist tradition in which the worker is seen as a 
commodity.  
The soft model of human resource management puts the 
emphasis on communication, motivation and leadership. It 
highlights the need to gain the commitment of employees by 
involving them in decision-making. [2]    
Some employers see their employees as a source of asset-
building for the future because they are able to drive the 
innovation which sets the products and services of one 
organization above those of their competitors, and makes 
them unique. In this sense their employees become their 
unique intellectual capital. In some organizations this 
philosophy shows itself in the fact that they speak not of 
managing their human resources, but of managing their 
intellectual capital. The problem is that this is difficult to 
quantify because it includes, for example, the employees' 
skills and experience. [6]  
A considerable quantity of literature exists on work 
motivation from the management point of view.   
Definition of motivation from the management point of 
view: Motivation is the effect process between management 
subjects in which the subjects with ownership or senior 
management powers exert an effect on employees in order to 
obtain the best possible performance or achieve a given goal. 
[16]  
In order to explain the notion of work motivation we must 
define the notion of performance motivation.  
Performance motivation is the will or effort of the 
individual to improve in all activities whose quality can be 
measured and in which the individual can either succeed or 
fail. Performance motivation represents the individual’s drive 
to achieve the best performance. [3]   
Work motivation is the most specific kind of performance 
motivation relating to work. Work motivation describes the 
individual’s overall attitude to work, his willingness to work. 
[1]   
The main problem in work motivation is to identify the 
aims of the employee and the organization with the process of 
satisfying their needs. [9]    
Motivation can be divided into material and non-material, 
positive and negative, intrinsic and extrinsic.         
Organizations produce motivation programmes aimed, on 
one hand, at making optimum use of the workforce, and, on 
the other hand, at meeting their employees’ needs and 
promoting their personal development. These programmes 
include forms of material and non-material motivation. They 
must be drawn up differently for different groups of 
employees. 
The problem of work motivation has been discussed by 
many people from a theoretical point of view. However what 
we find is not find a comprehensive concept of work 
motivation, but a number of different theoretical approaches. 
As a rule, these different concepts deal only with a specific 
motivation aspect. Work motivation theories are cited in a 
series of publications devoted to this topic, and it is therefore 
useful to give at least a broad outline of them. 
Different writers about management and human resources 
management categorize these theories in different ways. 
Gregar, for example, distinguishes five theory categories: 
1. Instrumentality theory 
2. Content theory (needs) – Maslow’s hierarchy of 
needs, Alderfer’s ERG theory, and McClelland’s 
theory   
3. The Two-Factor Theory - Herzberg  
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 4. Process theory (cognitive) – expectation theory 
(Vroom, Porter and Lawler), target theory and equity 
theory (Adams) 
5. Attribution theory [9]    
Current management practice also uses other motivation 
theories, for example job enrichment, job enlargement and job 
rotation. [16]   
No one single motivation theory has yet been accepted as 
the basis for management practice. If managers learn to 
understand the needs of their staff, however, they will be able 
to put in place effective processes to influence job 
performance levels. 
 
The link between motivation and performance  
The prevailing view among the non-specialist public is that 
the greater a person’s motivation, the better his performance. 
However this maxim does not apply universally. The link 
between motivation and performance is not as simple as it 
might first seem. Motivation is an essential - yet not in itself a 
sufficiently telling – factor in performance. Among a whole 
host of other factors are ability, skills, potential and specialist 
know-how (a person’s intrinsic conditions). Another factor is 
extrinsic conditions (for example employment conditions, 
work equipment and technology) which do not depend on the 
will of the individual. 
B.  Job satisfaction 
In current work psychology the notion of job satisfaction is 
understood in different ways. Broadly speaking, job 
satisfaction could be said to be a person’s subjective attitude 
to his job and the conditions under which he does the job, so 
someone satisfied by his work tends to take a positive attitude 
to his job, while someone who is not satisfied takes a negative 
attitude. [17]   
Employee satisfaction is the driving force of every 
organization. While satisfaction is not, in itself, a guarantee 
of productivity, willingness to work or other positive attitudes 
to work and to the employer, it tends to be an important 
factor. [6]           
It is not necessarily the case that satisfied employees are 
always productive, nor vice versa. In this respect the notion of 
job satisfaction has a double meaning. There is a distinction 
to be made between one kind of job satisfaction which reflects 
contentment at doing purposeful work, the joy of using one’s 
skills and abilities, and a sense of fulfilment, and then a 
different kind of satisfaction which is the feeling of 
complacency, that the worker is content with the current state 
of affairs, and does not need or want to try harder. In other 
words, some people are content with their work, but they are 
not motivated to work better. [2]     
Some writers on this subject think that job satisfaction 
leads to greater productivity, while others say greater 
productivity leads to job satisfaction. As yet, no-one has 
managed to prove categorically a positive correlation between 
job satisfaction and productivity. As Armstrong says: “A 
contented worker is not necessarily a hard worker, and a hard 
worker is not necessarily a contented worker.” [2].   There 
are, however, certain grounds to demonstrate a positive 
mutual correlation between these two variables. [17]     
Job satisfaction has an effect not only on performance, 
productivity and commitment, but also on negative 
phenomena in the workplace such as job-hopping, 
absenteeism and accidents at work. 
Job satisfaction is influenced by a number of factors which 
contribute in differing degrees to the quality of general 
contentedness in the workplace and, in a way, to the overall 
level of happiness in life. The aim of all the different research 
and studies is to identify those factors which are relevant to 
job satisfaction. There are basically two groups of factors: the 
extrinsic factors which make up the overall range of work 
conditions (the physical environment, safety at work, pay, 
other remuneration, management style, the specific nature of 
the job, the work team), and the intrinsic factors – the 
personal ones.   
As the previous sections of this paper have already made 
clear, the specific problem of motivating university-educated 
employees in non-managerial posts has not yet been given the 
attention it deserves. 
 
III. AIMS, HYPOTHESES AND METHODS 
A. Aims 
The research topic can be defined as follows: what are the 
specific requirements for motivating university-educated 
employees in non-managerial posts? 
Since the topic is too broadly based (it covers a range of 
different sectors), this paper sets itself the task of dealing with 
a more closely defined problem which should help address the 
broader issue. 
Its main aim is to apply a qualitative and quantitative 
approach to theoretical and practical in-the-field research to 
describe the current way in which motivation factors are used 
in respect of teachers and specialist banking employees and to 
make a comparison between the two groups. 
B. Hypotheses 
In keeping with the theoretical bases of the paper, four sub-
hypotheses were formulated: 
H1: Of the most important motivation factors for each 
group, at least three would be common to both groups. 
(Note: the definition of the most important motivation 
factors is given in section IV.A) 
H2: “The opportunity for self-fulfilment in one’s 
profession” ranks among the most important motivation 
factors for teachers, but not for specialist bank staff. 
H3: The satisfaction level among both groups of employees 
is the same, i.e. that the factors rated by at least 60% of the 
respondents as either 1 (very well satisfied) or 2 (quite well 
satisfied) on the scale is the same for both teachers and bank 
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 staff. 
H4: The level of pay is one of the least satisfied motivation 
factors for teachers, but not for bank staff. 
(Note: the definition of the least satisfied motivation factors 
is given in section IV.B) 
C. Methods 
To attain the objectives, the research uses both logical 
methods (methods using the principle of logic and logical 
thinking) and empirical methods of quantitative and 
qualitative research. 
The qualitative and quantitative approach are absolutely 
equally valid and in fact they complement each other in a 
useful way. Usually the qualitative research precedes the 
quantitative. [19]     
The qualitative research method used was the qualitative 
interview method. 
The research interview is a process which uses specifically 
designed interaction between the interviewer and the 
respondent to obtain the information needed to understand a 
specific problem area. While the quantitative research 
typically takes the form of a structured interview, the 
interview for the qualitative research is non-standardised, 
unstructured or partly structured. 
The main aim of the qualitative research is to understand 
how individuals interpret specific facts [13]. The interviews 
took the form of a discussion between the researcher and a 
group of respondents as a “focus group” interview method. 
These took place at the initial stage of the research with small 
groups of teachers and specialist bank staff on the particular 
problem area under discussion here – their motivation and 
level of satisfaction. The interviews made it possible to 
identify the variables in terms of motivation factors which 
would then be followed up in the subsequent research.  
The quantitative research method used was the questionnaire 
method. Questionnaire surveys were carried out among the 
teachers and bank staff. Target group respondents were 
chosen using random probability selection. 
IV. RESESEARCH AND RESULTS 
The research was carried out from February to June 2012. 
The questionnaire survey included respondents teaching in 9 
primary and secondary schools and universities, and bankers 
from 5 banks. The respondents were contacted in person and 
by e-mail. Some 150 teachers and 150 bankers were 
contacted. Some 135 completed questionnaires were returned 
by the teachers, and 102 by the bankers.   
The questionnaire presented both groups of respondents 
with 17 motivation factors which, based on this researcher’s 
previous work, are some of the most important. The factors 
were: 
 Workplace equipment (computers, other necessary 
work items, …) 
 Working conditions (work hygiene, working hours) 
 Wage levels (including work-related bonuses and 
other remuneration) 
 Material benefits 
 Sense of fairness in remuneration 
 Job security prospects 
 Good work collective 
 Good relations with management (conflict-free, 
effective communication, willingness to 
compromise) 
 Praise, demonstration of appreciation from 
management 
 Career progress opportunities 
 Your profession’s status in society 
 Feeling that the work you do is useful and important 
 Opportunities for self-fulfilment (in your profession) 
 Autonomy – scope to work independently (“do things 
your own way”) 
 Opportunity to participate in management (Are your 
managers interested in your improvement 
suggestions? Do they accept them? Is there scope for 
joint decision-making in some matters? …) 
 Does your management support continuing education? 
 Management treatment of problems (how do they deal 
with them, how quickly…) 
The respondents were asked to answer 2 questions, each on 
a scale of 1 to 5. 
 
Question 1: How important is this factor for you? 
1. Very important 
2. Quite important 
3. Averagely important 
4. Not very important 
5. Not important at all   
Question 2: How satisfied are you in the given sphere? 
1. Very well satisfied 
2. Quite well satisfied 
3. Averagely satisfied 
4. Rather dissatisfied 
5. Completely dissatisfied 
 
The results for the teachers’ group and the bankers’ group 
were obtained separately. 
A.  Importance of motivation factors 
The motivation factors considered the most important are 
those which at least 90% of respondents rated as either 1 
(very important) or 2 (quite important). 
The results were as follows: 
Schools: 
 Workplace equipment 95% 
 Job security 94% 
 Working conditions 94% 
 Good relations with management 93% 
 Opportunities for self-fulfilment 91% 
 Feeling that the work you do is useful and important 
90% 
 Sense of fairness in remuneration 90% 
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 Banks: 
 Job security 100% 
 Pay levels 97% 
 Good relations with management 93% 
 Sense of fairness in remuneration 93% 
 Working conditions 92% 
 Good work collective 91% 
By contrast, the factors rated as 1 (very important) or 2 
(quite important) by less than 60% of respondents were as 
follows: 
Schools: 
 Career progress opportunities 53% 
Banks: 
 Career progress opportunities 32% 
 Praise, demonstration of appreciation 43% 
 Opportunity to participate in management 46% 
 Your profession’s status in society 49% 
B. Satisfaction with motivation factors 
The best-satisfied motivation factors are those which at 
least 60% of respondents rated as 1 (Very well satisfied) or 2 
(Quite well satisfied). 
Schools: 
 Good work collective 76% 
 Autonomy 76% 
 Workplace equipment 74% 
 Working conditions 66% 
 Opportunities for self-fulfilment 62% 
Banks: 
 Good work collective 60% 
The least-satisfied motivation factors are those which at 
least 30% of respondents rated as either 4 on the scale 
(Rather dissatisfied) or 5 (Completely dissatisfied). 
Schools: 
 Your profession’s status in society 46% 
 Pay levels 37%   
Banks: 
 Job security prospects 50% 
Sense of fairness in remuneration 42% 
V. DISCUSSION 
A. Importance of motivation factors 
Among the motivation factors judged most important in 
common to both groups of employees are: 
 Job security (schools 94%, banks 100%) 
 Good relations with management (both groups 93%) 
 Working conditions (schools 94%, banks 92%) 
 Sense of fairness in remuneration (schools 90%, banks 
93%) 
Of the most important motivation factors to each group, 4 
of the factors were common to both groups, thus hypothesis 
H1 was confirmed. 
Workplace equipment is considered rather important by 
somewhat more school employees (95%) than bank staff 
(82%). This is most likely due to the fact that the banking 
sector – in contrast to the education sector – has never 
suffered in this respect, and therefore bank staff consider 
good-quality equipment as the norm. In banking, for 
example, every employee has had “their own” computer for at 
least the last ten years, while in some schools it is still the 
case that the same computer is shared by, for example, five 
teachers.   
The greatest difference is in how the importance of 
“opportunities for self-fulfilment” is perceived (schools 91%, 
banks only 67%). Hypothesis H2 is thus confirmed. Then 
there are marked differences in the perception of the factors 
“feeling that the work you do is useful and important” 
(schools 90%, banks 80%) and “pay levels” (schools 89%, 
banks 97%). It is clear that these first two factors are 
considered much more important by teachers, while pay 
levels are less important for them than for bank staff. This is 
probably connected with the character traits of the 
individuals. People who decide to go into teaching see their 
occupation as a vocation, they find self-fulfilment in it and 
consider it useful. One of the main priorities for those who 
choose employment in banking, on the other hand, is good 
financial remuneration. 
The “good work collective” factor is considered by both 
groups as important to similar degree (schools 88%, banks 
91%). 
The least important factor in both groups of employees is 
"career progress opportunities" (schools 53%, banks 32%). 
Interestingly, bank workers attached much less importance to 
praise than did teachers (schools 85%, banks 43%). This fact 
may be influenced by, among other things, the much higher 
proportion of women working in education than in banking. 
The next two factors - "opportunity to participate in 
management", and "your profession's status in society" - were 
rated by both groups as among the least important. However, 
the teachers considered them much more important than did 
the specialist bank workers ("participate in management" - 
schools 70%, banks 46%. "Status in society" - schools 79%, 
banks 49%). 
B. Motivation factor satisfaction levels 
The number of motivation factors with the highest 
satisfaction levels (those which were rated on the scale as 1 - 
"very well satisfied" or 2 - "quite well satisfied" by at least 
60% of the respondents) is markedly different between the 
two groups. The teachers showed this level of satisfaction 
with 5 of the factors, but the bankers with only 1. Thus 
hypothesis H3 was not confirmed. 
It is a positive, however, that all the factors with the 
highest satisfaction levels also rank among those considered 
the most important (viz. Section 4.1). 
For the teachers, one of the motivation factors with the 
lowest satisfaction rates was "pay levels" (37% dissatisfied) 
while "only" 24% of the bank respondents were dissatisfied in 
this respect.  Hypothesis H4 was therefore confirmed. 
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 On the negative side, the factors with which the specialist 
bank workers were most dissatisfied are also the factors 
which they rate as the most important (job security, sense of 
fairness).  
"Your profession's status in society" was ranked as an 
important factor by 79% of teachers. It is alarming that this 
factor is the one with which the teachers are least satisfied 
(46% dissatisfied). This is a reflection of how sensitive 
teachers are to the way in which the status of their profession 
in society has changed in the Czech Republic since the 1990s. 
VI. CONCLUSION 
The aim of this research was to develop a better 
understanding of the motivation of groups of university-
educated employees in non-managerial posts. In recent years 
this group has been growing very rapidly in most 
industrialised countries, but research into their motivation has 
still not been given the attention it merits. This author's 
earlier research, however, has shown that the motivation of 
this group of workers compared to other groups has a number 
of specific characteristics. 
The paper sets out the results of the research into the 
motivation factors of two specified groups of employees - 
teachers and specialist bank staff. It identifies the most 
important - and the less important - motivation factors for 
these groups.  It goes on to ascertain the satisfaction levels of 
these groups of employees with the individual motivation 
factors, i.e. with which areas of motivation these workers are 
most and least satisfied. The results for the two groups were 
compared with one another. 
In the current understanding of human resources 
management it is clear that a considerable amount of the 
personnel work in companies has to be done by managers. 
But they are often experts in other areas, for example 
technical. However it has been shown that well motivated 
workers are essential to improve the efficiency and 
competitiveness of every firm. Consequently managers need 
to develop a very close interest in ways of motivating their 
staff properly.  This research can therefore help managers of 
these special groups of employees to find the appropriate 
motivation methods.  
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